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This project aims at studying the design and 
implementation of Graduate Trainee Scheme in Hong Kong 
companies. Both the employers and graduate trainees were 
asked to evaluate the ir respective company's scheme . The 
areas of study in. the project included the general 
objectives of the schemes, the schemes* duration and 
content, the recruitment process and the training 
activities of the schemes, career development of the 
graduate trainees, the ir performance and status in 
respective company, and the evaluation of the 
effectiveness of such schemes. 
From the survey, twenty companies returned the 
questionnaires with details of the ir Graduate Trainee 
Schemes. In addition, thirty-six graduates trainees 
responded to the two-page questionnaire to evaluate the 
schemes, they were undergo ing. After the analysis of the 
data, five tra in ing managers from different industries 
were interviewed on the telephone to obtain more 
qualitative information of the schemes. 
The study found that Graduate Trainee Schemes were 
mainly prevalent in large companies with more than one 
thousand employees. The ma in object i ve of the companies to 
implement the schemes was to develop the ir own managerial 
staff. The most common duration of the schemes was 
nineteen to twenty-four months. Most of the respond ing 
i i i 
companies required the applicants to possess bachelor 
degrees. Much of the time of the training program focused 
on on-the-job and attachment training. The training 
activities were mainly arranged internal1y. Most of the 
surveyed companies had unique career plans and salary 
scheme for their trainees. The overall trainees' 
performance during the training period was rated as good. 
As evaluated by the employers, the schemes were quite 
successful• However, the trainees revealed that their own 
objectives in joining the scheme and those of the ir 
companies were only fairly successful• 
Based on the survey and interviews* findings, it is 
recommended that special attention should be paid to the 
trainees' career development and the ir sense of job 
satisfaction. In addition, some recommendations on the 
administration of the schemes were also made. 
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Graduate Trainee Scheme 
The continued economic expansion of the territory 
and the braindrain caused by the constant outflow of 
experienced professionals have aggravated the already 
serious problem of labour shortage. This recent trend of 
emigration, especially of the young professionals and 
better educated employees, convincingly caused by the 1997 
phobia, has the greatest impact on management level. 
According to a survey conducted by Dr• P. S. 
Kirkbride, the number of emigrants from a company as a 
percentage of total staff had been rising over the period 
between 1982 - 1987, with a particularly sharp increase 
from 1986 - 1987. In 1987, the average emigration 
turnover rate experienced by the sample companies stood at 
3.05% while individual company emigration turnover rates 
were as high as 8.8%. The senior managers suffered the 
greatest with 7% turnover rate while the rates for 
1 
managers and supervisors were 6•5% and 3.6% respectively. 
Also, the data provided by the Fay Trend Survey 
1. Kirkbr ide, P»S., and Chan, E.,"Emigrat ion from Hong 
Kong: The Interim Results of an Organizational Survey", 
Human Resources Journal 4 (2 1988):5-17. 
2 
conducted by the Hong Kong Institute of Personnel 
Management in 1988 indicated that the emigrants were on 
average fairly young with 77% between the ages of twenty— 
six and thirty-nine. The worst is that the majority of 
the emigrants were well qualified with 37% graduates.2 
Companies are forced to respond swiftly to the 
deteriorating situation and the recruitment of staff for 
growth and replacement has been the most frequent topic in 
the agenda of executives meetings and policy setting 
meetings. The gradual shrinking local management team and 
the difficulty in fil l ing the vacancies by recourse to the 
labour market, which is also depleted by the same 
phenomenon, have left chief executives not much choice but 
to train and develop their local junior and middle 
managers and to recruit inexperienced col lege graduates. 
The focus of this study, Graduate Trainee Scheme, is 
one of the management pract ices for companies to develop 
their best asset, their human resources, into a loyal 
group of managers who can all distinguish themselves in 
the ir specialties and in the ir managerial proficiency. 
The training and development of the graduate trainees is 
regarded not only as the panacea for the failure in 
getting experienced staff from the market, but also as the 
2. Horig Kong Institute of Personnel Management, Pay Trend 
Survey, HKIPM, Hong Kong 1988. 
3 
systematic and we 11-planned development of a pool of 
generalists as we 11 as specialists for the company• 
The effectiveness of such Graduate Trainee Schemes 
is well proven by its long history of success in many 
western companies and Japan. In the United States, 
Graduate Trainee Scheme is used to recruit new staff 
member not only because of the difficulty in getting 
experienced labour from the market, but also of its 
particular objective. The scheme does provide a period of 
time for the fresh graduates to adapt to the new working 
environment and become productive after that period. Many 
CEOs of United States hold the belief that management 
trainee programs are useful for both candidates and 
employers since they build in a familiarization process 
without the expectation or pressure of immediate results 
During this initial period, the company can easily 
influence the •trainees, work ing attitude and indoctrinate 
ii 
them with the company culture.” 
Japanese companies are renowned for the ir heavy 
investment in the development of the ir human resources. 
Their unique personnel management practices which centre 
3. Struman, Emanuel* "Do Corporations Really Want 
Liberal Arts Graduates?" Management Review 75 (September 
1986):57-59. 
4. Livingston, J. Sterling. "Pygmalion in 
Management.“ Havard Business Review. 66 (September/October 
1988):121-130. 
4 
on the philosophy of harmonious goals and mutual 
commitment of both the company and the individual 
employees start with the developing of new recruits, 
especially those who come directly from the col leges and 
universities, into a loyal team of devoted managers with 
the ir individual professional identity and career well 
defined by the company and its business. The ir training 
and development schemes for the graduate employees last 
man.y years, with a view to prepare them for senior 
positions in the companies.5 The world envied company 
loyalty and the abundant supply of generalists are the 
"fruits" reaped from the ir distinctive graduate trainee 
programs. To remain competitive, Hong Kong companies are 
no except ion in facing the need to develop the ir own 
talents into a loyal and committed team in the wake of the 
braindrain and keen external competition. 
Objectives of the Project 
This project aims at studying the design and the 
implementation of Graduate Trainee Schemes in the 
territory with special emphasis on evaluating and 
assessing the ir contributions to the individual 
companies. Areas to be studied include the general 
objectives of such schemes, the schemes' duration and 
content, the recruitment process, the training programs 
5. Wakasugi, Takaaki. MA Model Program for Project 
Manager Training Suited to Japanese Conditions•“ Project 
Management Journal 17 (March 1986):83-89. 
5 
and process, career development of the graduate trainees, 
their performance and their status in their companies, and 




Obiect i ves of Schemes 
Graduate Trainee Schemes are launched to develop 
newly recruited col lege graduates into either specialists 
in their fields or at the same time, all-rounded 
generalists with the skills and information necessary for 
them to contribute themselves to the full to the* company 
while they are moving up the management ladder. Such 
needs are greatest when the labour market is suffering 
from shortage of labour. Specific objectives are 
generally identified to be the following: 
(a) to train employees to f i l l the vacancies created 
by a shortage of labour and company expans ion 
Cb) to develop its own talents for company development 
Cc) to enhance company image 
(d) to influence employees' attitude to be in line with 
the company culture during the initial period of the ir 
service; and 
(e) to enhance productivity and quality. 
7 
General Structure of the Scheme 
With reference to the schemes in other countries such 
as those in UK, Japan^  and the United States,2 Graduate 
Trainee Schemes consist of several phases, usual 1y in the 
order of first, the of f-the-j ob training phase, second, 
the on-the-job training phase, and third, the job rotation 
phase. While the training stages of the Japanese tra inees 
commonly last much longer, the general case adopts a 
thipee-phase course that can train up to about one hundred 
and twenty tra inees in one to three years. The' content 
cover 1) product knowledge and subject knowledge, 2) 
management skills, and 3 general fam i1iar i zat i on. The 
training activities are done both in-house during office 
hours and external 1y in the evenings. Since the objectives 
and business nature of the host companies are different, 
it is interesting to explore the common program structure 
in these companies-
Recruiting Process 
In order to achieve the objective of building up a 
pool of managers for company development, the recruiting 
process of the scheme should be very carefully planned so 
1 . Wakasugi, Takaaki. "A Mode 1 Program for Project Manager 
Training Suited to Japanese Conditions." Project 
Management Journal. 17 (March 1986):83-89. 
2. Rambeck, Richard. "Management Training Without Lost 
Work Time." Pacific Banker. 85 (July 1988):9-10. 
8 
that suitable trainees can be selected. Areas of interest 
embrace the qualities and qualifications the companies are 
looking for, the types of recruitment activities, and the 
personnel involved in the selection process. 
Training Process 
The most distinctive feature of Graduate Trainee Scheme 
is the provision of a structured training program. Most 
graduates prefer a structured environment that will ease 
them out of schools into the work ing world. Whai: binds 
college recruits to their companies is a combination of a 
meaningful training experience and the reinforcement 
• 
gained through other trainees who have had similar 
exper iences. 3 
Another feature is the provision of training by means 
of internal and external resources to facilitate a smooth 
acquisition of the knowledge and skills needed* When a 
young professional enters an organization following the 
completion of their formal college education, in-house 
training will be optimal • This iri-house training will 
provide the new employees with opportunities to learn 
about the firm and to develop a network of coworker 
relationships^ In view of these, training is undoubtedly a 
3. Keene, Margaret Rahn. "Training, a Powerful Recruiting 
Tool." ABA Banking Journal. 79 (September 1987): 1 18-124» 
4. Burnett, Robert S. "The In-House Program: An 
Undervalued Development Opportuni ty.“ Human Resource 
Planning. 8 C1985):97-104. 
9 
critical element in determining the success of the scheme. 
Effort will there fore be paid to find out how companies in 
Hong Kong deal with this aspect. 
Career Development 
Without the second essential ingredient, a well-planned 
career development program for each individual trainee, 
recruiting the right candidates and training them alone i 
I I I I 
cannot guarantee the success of such schemes. The 
company's ability in maintaining these people of high 
calibre and in getting them to contribute to the company 
is there fore an important yardst ick for measuring the 
effectiveness of such investment in its human resources. 
It is not uncommon that graduate trainees leave the ir 
host companies when the ir career development falls short 
of the ir expectations. To encourage the employees to stay, 
organizations should inform them of the ir career and 
development plans. Employees need to know what the ir 
future in the organization will be and this is especially 
relevant to graduate trainees who are seeking the greatest 
career opportunities and in identifying the ir career path. 
The lack of manpower planning may result in the 
inexperienced internal staff being passed over f or 
promotion* Moreover, many suitable and trained trainees 
5. Kirkbride, P.S. "Responding to the Emigration Problem." 
The Hong Kong Management Development Handbook. Hong Kong: 
The Management Development Centre of Hong Kong, 1989. 
10 
will not be offered appropriate posts after training. 
Hence, good manpower planning and established career 
paths for trainees are essential and indispensable to such 
schemes. 
Evaluation of the Scheme 
It is quite costly for the companies to implement the 
Graduate Trainee Scheme because much resources must be 
provided in terms of intensive training, coaching from i 
line staff, remuneration and fringe bene f i t s . Management 
must justify these expenses by evaluating the scheme and 
assessing the contributions and performance of the 
trainees. In addition, "trainees' reception of the sche me 
j 
determines the success of the scheme. 
I 
It has been found that the following factors will 
encourage trainees to stay with the company and contribute 
most: 1) immediate involvement in the essential work of 
the firm 2) application of the ir newly learned knowledge 
and skills, 3) the opportunity to understand the "big 
picture" of the firm, 4) rap id career development, 5 
rap id salary advancement, and, 6) the opportunity to learn 
new skills. An evaluation of these factors by trainees may 
to a large extent throw light on how they fee 1 about the 
schemeP 
6. Manter, Marc ia A. Benjamin, Jan ice Y. "How to Hold on 





Obi ecti ves 
The objectives of the study were to explore the 
following aspects of the Graduate Trainee Schemes in Hong 
Kong companies: 
a. To identify what types of companies would 
implement this scheme . S 
b. To identify the objectives of the schemes in 
different companies, 1 
I • 
c. To determine the duration and content of the | 
schemes in Hong Kong. 
I 
d. To identify the criteria and means the companies 
employ in the ir selection of graduate trainees. 
e. To identify the nature and amount of training 
provided for trainees and the objectives of the 
training activities. 
f . To identify the career path set for trainees and 
the career achievement attained by trainees. 
g. To find out the graduate trainees' job 
performance . 
h. To gather information on graduate trainees* 
gradings in the echelon of the companies, and the 
12 
remuneration and other benefits enjoyed by them. 
i. To find out how the employees and trainees 
evaluate the scheme. 
Method of Study 
Information collection fell into 3 phases. The first 
was interviews with three training professionals for 
j 
information on questionnaire content. The second was the 
I 
que.st i onna i re survey. It was finalized by the follow-up | 
' , I 
interviews with another five training professionals for | 
r 
their comments on the survey findings. | 
First Stage - Interviews I 
|| 
Three interviews with three training professionals we re | 
conducted during the period 7th - 9th February, 199 1 for I! 
collection of information for the design of the | 
f 
quest i onna ires. Based on the ir comments and | 
recommendations, it was resolved that two questionnaires 
were to be used, one for the employers and the other for 
the graduate trainees. Areas of interest were decided 
upon which included the objectives of the scheme, the 
scheme's duration and content, recruitment and training 
processes, career development opportunity, overall 
evaluation of the schemes, and the level of satisfaction 
of the graduate trainees involved. 
13 
Second Stage - Quest i onnaire Survey 
Design of Questionnaires 
For the employers, forty-five open-ended and mult i-
option questions were generated under the following 
headings: company information, objectives of the scheme, 
scheme's duration and content, recruitment process, 
tra in ing activities, career development performance and y 
contributions, status of Trainees, and scheme evaluation 
(Questionnaire One). For the graduate trainees, a simple 
questionnaire was set with seven questions mainly to gauge 
the i r level of satisfaction of, and the ir comments on, 
the ir respect i ve schemes (Questionnaire Two). For mu11 i- ( 
|i 
option quest ions, the answer l ists were intended to be as I 
exhaustive as possible, while the open-ended questions 1 
provided for additional information and comments. All 
questions asked for factual information about the schemes, } 
or tra inee opinions there fore, there was no 'correct' or | 
'incorrect* answer . 
Test of Questionnaire 
The questionnaires were firstly commented by the 
research supervisor be fore the printing of its finalized 
vers ion. In a pi lot test, the finalized questionnaire for 
the employers was given to two tra in ing staff in a public 
utility to answer. After that, minor modifications had 
been, made to the questionnaire before the large scale 
survey began. 
14 
Scope and Coverage 
Two hundred company members of the Institute of 
Training and Development were randomly selected as the 
sample. The questionnaires were sent to the ir training 
departments for data collection. Since the project mainly 
aimed at finding a general picture of the Graduate Trainee 
Scheme itself , the evaluation of the scheme by trainees L 
were treated as supplementary only and the ir comments were 
for minor reference purposes. In view of that, the 8 
sampling method of graduate trainees was more flexible in f\ 
\ 
that each company was asked to distribute the 
Questionnaire Two to one of its trainees for his/her 
s 
completion. That aimed at getting the information from 
both the employers and the trainees in order to portray a | 
more complete picture of the evaluation of the schemes in < 
Hong Kong. | 
I 
Method of Approach ing the Compan ies 
In order to get support from the sample companies, a 
cover letter stating the purpose of the research and use 
of the data, together with the questionnaires, was sent 
to the compan ies in the name of an MBA proj ect sponsored 
by the Institute of Training and Development. CSee 
Appendix 1 page 60 The practical value of the research to 
the companies was stressed. Before the questionnaires were 
sent out, telephone calls had been made to thirty 
companies, requesting for the ir assistance. 
15 
Anonymi ty 
The sample companies were not required to disclose 
their names unless they wished to do so. Return envelopes 
with address and stamps affixed were provided to protect 
the anonymity of the respondents and facilitate the return 
of the questionnaires. Because of the anonymous nature of 
the study, it was impossible to identify which companies 
ha|3 not returned the questionnaires. | 
I! 
1 
Follow-up Actions | 
S 
I 
A second letter was sent to all the two hundred P 
companies a week after the distribution of quest ionna ires. | 
I 
The brief letter re iterated the importance of the ir 
assistance and cooperation to the success of the survey 
I 
I 
and requested them to return be fore the deadline• | 
• 
In addition, f ifty of the sample were further contacted Q 
by telephone after the sending of the reminders in order 
to further secure the ir cooperation and commitment to the 
survey. 
Third Stage Follow up Interviews 
In order to obtain more detailed information, five 
training managers of companies with Graduate Trainee 
Schemes were interviewed during the period 1st 7th 
16 
March, 1991. These managers came from five different 
businesses, namely, public utility, bank ing, 
manufacturing, retailing, and trading. All interviews were 
conducted on the telephone. These managers were requested 
to make qualitative comments on Graduate Trainee Scheme, 
the problems of the schemes and recommendations for future 
improvement, They were also informed of the survey 
findings, after the preliminary data analysis, and 
incited to comment on the results. | 
‘ I 
Data Analysis 
I I I I 
Cross tabulations and frequency counting were the major P 
means of the analysis. The answers of the open-ended 
I questions were analyzed qualitatively. | 
• I I I • 
I 
L i m itations | 
^ I 
The total numbers of questionnaires returned were L 
thirty-six for Questionnaire One and thirty-five for 
I I 
Questionnaire Two* According to the figure published in 
the study on "The Present State of Personnel Management in 
Hong Kong" conducted by the Management Development Centre 
of Hong Kong, only about forty-one percent (fifty-seven 
of the companies in Hong Kong reported to have Graduate 
Trainee Scheme. In view of such a small population, it 
seems inevitable that the number of responses in this 
project declaring the presence of such scheme was further 
reduced to twenty companies• This number was not great 
1 
17 
enough for complicated statistical analyses to test the 
relationships and correlation among variables. Therefore, 
descript i ve statistics were relied upon, together with 
some cross tabulations‘ The frequency figures did throw 
light on some relationships among the variables although 
there were no strong evidence to prove that it was 
statistically significant* 
l 
sBecause all questionnaires were anonymously completed, L 
' 1 
we could not match the response from the graduatetrainee | 
8 
with that of his company. Without such linkage, it was \ 
impossible to check the kind of scheme each respondent 
E 
trainee was commenting on. As a result, the relationship 1 
between the comments and the scheme features could not be 
established. | 
I 
The survey aimed at exploring more about the current | 
situation of Graduate Trainee Scheme in Hong Kong as a ] 
n 
whole. This attempt to cover a wide spectrum of areas of 
the scheme did not deal with those valuable but more in-
depth details. In addition, because of the limited 
resources, only a limited number of interviews were 
conducted. 
I I I I I 
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CHAPTER IV 
RESEARCH FINDINGS AND ANALYSIS 
Questionnaire Survey 
Response Rate L 
ju 
I 
..There were two hundred of both quest ionnaires sent out. L 
P 
Finally, th irty-s i x usable responses of Questionnaire One U 
I 
were re turned, yielding a response rate of eighteen i 
i 
percent, and thirty-five of Questionnaire Two were 
received, account ing for a response rate of seventeen and I 
ii 
a half percent. The response rates are somewhat low by k 
international standard but quite high by Hong Kong i 
I 
standard• They are even higher than the one (14%) 
I' 
obtained in the study of "The Present State of Personnel SI 
I 
Management in Hong Kong' conducted by The Management L 
Development Centre of Hong Kong (MDC) in 1989 (138 samples 
responded). 
Overall Sample Characteristics 
When analyzed by the nature of business, it appeared 
that seventy-eight percent of the responding companies 
were quite evenly distributed among the banking, retailing 
and trading sectors, while the remaining twenty-two per-
cent fell into the categories of transportation, services, 
19 
construction and finance* 
Table 1 
Nature of Business 
Nature of business No. of Companies % 
Banking 5 14 \ 
Retailing 5 14 | 
Trading 5 14 I 
Education 5 14 P 
I 
Manufacturing 4 11 
I 
Public utility 4 ” f 
8 
0 (r 
Transportation 3 » 
Services 2 6 |i 
P 
Construct ion 2 6 | 
¥ I 
Finance 1 3 | 
” — — * ( 
r I I  
H 
Out of the thirty-six respondent companies, twenty of 
them (55.6%) reported had Graduate Trainee Scheme while 
the remaining sixteen (44.4%) did not. This finding, to a 
large extend, paralleled with the MDC figure of forty-one 
percent (56 of the ir 138 respondent companies reported 
having Graduate Trainee Scheme), which could be regarded 
as an unbiased estimate of the general situation in Hong 
Kong. This reflected that the sample may be a reliable 




Have / Do Not Have Graduate Trainee Scheme 
Companies Number % 
Have the scheme 20 55.6 
Do not have the scheme 1_6 44 • 4 ^ 
I 
Of the twenty companies, more than half of them (56%) p 
I 
were large companies with more than one thousand 
i 
employees, and less than ten percent of them were 
, I 
employing less than one hundred employees. | 
I 
• I I I I I 
I 
Table 3 | 
p 
Company Size |< 
k 
. • •~— 
Employees No. No• of Companies % 
more than 1000 20 56 
501 - 1000 7 19 
101 - 500 6 17 
5 1 - 1 0 0 0 0 
2 1 - 5 0 2 6 
< 20 1 3^  
21 
I j 
By using the chi-square test (0.01 confidence level), 
it was found that such Graduate Trainee Schemes were more 
prevalent in large compan ies with more than one thousand 
employees C 42%) and less common in small firms with less 
than one thousand employees (30%). The computed chi-
square score was 6.891, which was greater than the 




Table 4 ” h 
s 
I 
Company Size and Graduate Trainee Scheme 
-
No• of Employees I 
< 1,000 % > 1,000 % I 
i d 
With Scheme 5 14 15 42 \ f 
Without Scheme 11 30 5 14 | 
‘ I 
I I I 
I 
However, the sample size was too small to apply any 
statistical analys is to explore the relationship between 
the nature of business and the tendency to recruit 
graduate trainees• 
22 
Companies without Graduate Trainees Scheme 
Company Characteristics 
Of the sixteen companies, thirty-one percent reported 
that they had have more than one thousand employees. 
Companies with between 501 and 1,000 employees accounted 
for nineteen percent while those medium sized firms with ^ 
i; 
between 101 and 500 employees another thirty-one percent. 
I 
Near1y twenty percent were small companies with less than 
, v , I 
fifty staff. ^ 
I I I I 
I I I I I I I 
Table 5 1 
I 
Company Size (No Graduate Trainee Scheme 
_ - * i No. of Employees No. of Companies % f f h 
< 2 0 1 6 I 
i 
2 1 - 5 0 2 13 I 
I 
51 - 100 0 0 
I 
101 - 500 5 31 
501 -1000 3 19 
> 1000 5 31 
The nature of business of the sixteen respondents with 
no graduate trainee fell into seven categor ies. 
Understandably, all the educational institutes (14% of 




Nature of Business (No Graduate Trainee Scheme 
Nature of business No of Respondents % 
Education 5 31 
Retailing 3 19 
Trading 3 19 
n Transportat i on 2 1B 
Service 1 6 
Construction 1 6 
Finance 1 6 
The reasons quoted for not recruiting graduate trainees 
were various* The most common one was no job vacancies for 
the trainees• 
Table 7 
Reasons for No Graduate Trainee Scheme 
Reasons No. of Responses 
No job vacancies 5 
Never heard of the scheme 1 
Graduate Tra inees are not productive 1 
The need is low 1 
Graduate Tra inees are less stable 1 
The scheme is under study 1 
24 
Respondents with Graduate Trainees Scheme 
Company Characteristics 
As indicated in Table 4, the l i s t was again headed by 
large companies with more than 1,000 staff (85%), followed 
by organizations with employees size of between 501 and 
1,000 (10% . 
Table 8 
Company Size (With Graduate Trainee Scheme) 
No. of Employees No• of Respondents % 
< 100 0 0 
101 500 1 5 
501 - 1000 2 10 
> 1000 17 85 
According to the data, the implementation of Graduate 
Trainee Scheme was not limited to any particular business* 
All the respondents could be classified into eight types 
of business. Worthy of note was that all respondents from 
the banking, manufacturing and public uti l i t ies sectors 
reported to have such scheme. They contributed to f i f ty -
five percent of the responses. 
25 
Table 9 
Nature of Business (With Graduate Trainee Scheme) 
Nature of Business No. of Respondents % 
Bank ing 5 25 
Public Utility 4 20 
Manufacturing 4 10 
Trading 2 10 
Transportation 1 S 
Service 1 5 
Construct ion 1 5 
The average number of graduate trainees these companies 
currently employed was seventeen, within a large range of 
one to seventy. The most popular trainee sizes were six 
and twenty. 
Table 10 
No. of Trainees 
No. of GT 1 2 3 4 6 9 10 18 20 28 30 36 70 
No. of Resp. 1 1 1 1 3 1 1 1 3 1 1 1 1 
% of Resp, 6 6 6 6 17 6 6 6 17 6 6 6 6 
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Objectives of Graduate Trainee Scheme 
As shown in the Table 11, the most quoted objective of 
recruiting graduate trainees was to develop the companies 
own managerial staff (84%). Of the twenty respondents, 
nine (47%) mentioned that the ir reason was to f i l l 
vacancies created by bra indrain and expans ion. These may 
re fleet that the companies with such scheme tend to have 
long term planning in developing the ir human resources at 
management level» 
Table 11 
Objectives of Graduate Trainee Scheme 
Popularity Objectives 
1 84% Grow own managerial staff. 
2 47% Fill up vacancies created by bra indrain and 
company's expans ion• 
3 21% Develop the human resources for society. 
4 16% Enhance company image• 
5 16% Upgrade academic quality of employees in 
general. 
6 11% Enhance productivity. 
7 11% Grow own professional staff. 
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Duration and Content of the Graduate Trainee Scheme 
There were quite marked differences in the structure 
and duration of Graduate Trainee Schemes among respondent 
companies. The duration of such a scheme varied from four 
months to four years. Nearly half of the organizations 
adopted a duration of nineteen to twenty-four months 
(40% • Twenty percent had a scheme of thirteen to eighteen 
months. These made up a total of sixty percent for a 
duration of within two years. Five companies (25%5 worked 
with a scheme of shorter duration, from four to twelve 
months. None ran a scheme of less than three months long. 
Table 12 
Duration of the Scheme 
Duration N % 
0 - 3 months 0 0 
4 - 6 months 3 15 
7 - 12 months 2 10 
13 18 months 4 20 
19 - 24 months 8 40 
25 ~ 30 months 1 5 
31 - 36 months 1 5 
48 months 1 5 
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From the data, all schemes consisted of five kinds of 
training activities, namely, orientation, attachment, job 
rotation, on-the-job "training and classroom training. It 
appeared that the general structure of the scheme began 
first with an orientation period. It extended from one 
week to two months though most of the responding firms 
allowed a week for the orientation. 
, Table 13 
Duration of Orientation Period 
Duration N % 
1 week 12 67 
2 weeks 1 6 
1 month 3 17 
2 months 2 11 
The types of programs for the second stage varied among 
three categories, namely, classroom training (28%), 
attachment to departments (28%) and j ob rotation (22%). 
Three respondents regarded classroom training as a 
continuous training process which was not confined to any 
particular training stage. This might explain the marked 
variation in the duration of classroom training, which was 
from one week to four months. 
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Table 14 
Training Activities in Stage 2 
, . 
Activity M % 
Job Rotation 4 22 
Attachment to Departments 5 28 
On-the-job Training 1 6 
Classroom Training 5 28 
-Note : Mul ti -response 
On-the-job training (39%) and attachment to various 
departments (28%) were found to be the third stage of most 
of the Graduate Trainee Schemes* Around forty percent of 
the respondents provided three to six months on-the-job 
training, while about thirty percent required the ir 
trainees to complete the on-the-job training for more than 
six months» For attachment to departments, the time 
allocated for this had the greatest variation. Two 
respondents only arranged one to two weeks for this stage 
and, on the contrary, another two provided more than half 
a year for their trainees to attach to other departments. 
However, the most common duration was three to four months 
(about 20%). 
On-the-job training, duration of which was 
comparatively long Cup to one year), again topped the l i s t 
for the last two stages (about 40%)• This might reflect 
that on-the-job training was commonly regarded as an on-
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going process after some induction training such as 
orientation and classroom training. It was followed by 
job rotation C40%). No particular dominant trend of 
duration surfaced. The shortest length was one to two 
weeks and the longest eleven, to twel ve months. 
Graduate Trainee Recruitment 
Generally, the scheme recruited mainly young graduates 
with very l i t t l e or no working experience. Eight^percent 
of the firms took in graduates with either no, or less 
than one year experience• 
Most companies set up a series of screening processes 
which focussed on testing the general attributes of the 
applicants* Most of the responding companies required the 
applicants to possess at least a bachelor degree. Diploma 
was also recognized by twenty-five percent of the sample 
as the minimum academic qualification. Only one company 
reported accepting post-secondary education as the 
minimum quali f icat ion. 
Table 15 
Minimum Academic Qualification 
Qualification N % 
Bachelor Degree (Local & Overseas) 12 60 
Diploma 5 25 
Bachelor Degree (Local) 2 10 
Post Secondary Education 1 5 
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The average age of the trainees in the surveyed 
companies fell mainly in the range of twenty-one to 
twenty-three years while the maximum age was twenty-six. 
This further supported the ir indication that fresh 
graduates were the target of the scheme» 
In general, the recruitment process was found to be not 
very complicated. Apart from the application letter and 
reSjUme, ninety-five percent of the companies required the 
applicants to attend an interview, while eighty-five 
percent demanded a second, and twenty-f i ve percent a third 
interv iew. However, activities such as assessment centre 
Table 16 
Recruitment Process 
Activity N % 
Submission of letter, resume 20 100 
Submission of application form 11 55 
Written test 13 65 
1st interview 19 95 
2nd interview 17 85 
3rd interview 5 25 
Written test 13 65 
Assessment centre 2 10 
Aptitude test 4 20 
•Note : Multi-response 
•(respondents can select more than one choice 
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administration of aptitude test were seldom employed (10¾ 
and 20% respectively . 
Analytic skil ls C1.8) ranked first as the most 
important attribute most companies were looking for. 
However, academic results C2.5) were found to be almost as 
important as presentation skills (2.5). Among the seven 
criteria suggested in the questionnaire, the least 
significant were experience C7.2) and proficiency in 
Chinese writing skill (5.8 . 
Table 17 
Selection Criteria 
Rank Score Criteria — 
1 1.8 Analytic skills 
2 2.5 Academic results 
3 2.6 Presentation skills 
4 3.1 Breadth of knowledge 
5 3.3 Prof iciency in English (written & oral ) 
6 4.5 Appearance 
7 Proficiency in Chinese (written) 
8 7> 2 Relevant experience 
From the data on personnel involved in the graduate 
trainee recruitment process, it appeared that such scheme 
had gained much support and importance in most companies• 
Out of the surveyed twenty companies, five of them had 
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their CEO involved in the recruitment process. Nearly all 
companies (95%), apart from the personnel staff, had 
involved the ir training departments and the concerned line 
departments . 
Training Activities 
Specific training opportunities provided for the 
trainees was found to concentrate mainly on internally 
organized training. Twelve (60%) of the respondents 
reported spending more than eighty percent of the training 
time in internal training* Only haIf of the respondents 
said that they provided external training opportunities 
for the ir trainees, which took no more than twenty percent 
of the training time. 
With respect to the content of internal training, 
operational knowledge was nearly a must (95% , with 
thirty-five percent of them even spending more than sixty 
percent of the training time on it . The least mentioned 
area was on language training C10%) and the time involved 
was less than twenty percent» 
It was interesting to spot that nearly half of the 
respondent companies allocated twenty-one to forty percent 
of the ir training time on management skills development, 
while one company even devoted almost all training time on 
them. Interpersonal skills ranked next with f i f ty 
percent of respondents reported that one to twenty percent 
of training time was given to it . It may reflect the 
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emphasis such companies placed on developing the 
management skil ls of the ir potential managers. 
Table 18 
In-house Training Activities 
Time% 1-20 21-40 41-60 61-80 81-100 
% N ~ 
Management skill 45C9) 40(8) 0(0) 0(0) 5(1) 
Interpersonal skil ls 50(10 15(3 5(1) 0(6 0(0) 
Operational knowledge 25(5> 15(3) 20(4 35(7 0C0> 
Language 10(2) 0(0) 0(0) 0(0) 0(0) 
Induction 75(15) 0(0) 0(0) 0(0 0(0) 
Computer knowledge 55(11 10(2 0(0) 0(0) 0C0> 
Note: Mult i-re sponse 
The above allocation and emphasis reflected that the 
arrangements of the training activities were highly 
determined by the training objectives declared by the 
respondents. The most important reason of training as 
stated by the respondent was to facilitate the trainees to 
pick up specific job skills (1.4). To train up the 
trainees to be in line with the company culture ranked 
second C2.2). Of the six suggested objectives, the least 
important one was to give training as a kind of benefit to 
tra inees (4,8)• 
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Career Development 
Most of the companies (79%) stated they had career 
plans for the ir tra inees. Half required the trainees to 
pass a final overall assessment to be qualified for 
graduation of the scheme and for the j ob placement. After 
graduation, nearly half of the companies did not offer any 
guarantee for promotion. But about thirty-two percent of 
the respondents observed that the ir trainees had a faster 
rate of promotion than other staff in the ir companies, 
while sixteen percent said the ir subsequent promotion 
normal 1y took one to two years. However, very few 
companies had promoted a high percentage of the ir trainees 
up to very senior positions. Only one company in the 
survey said more than e ighty percent of the ir trainees had 
reached the position of sen i or managers. Moreover, three 
companies (16%) stated that more than eight percent of 
the ir tra inees remained at officer level only. The survey 
also revealed that only one company had twenty-one to 
forty percent trainees reach director grade . 
In add i t i on, most companies considered trainee 
placements only in the latter half of the time of the 
training period. Very few, only two, of them did plan that 
ahead before the recruitment of graduate trainees. 
However, it was discovered that the trainees only had some 
influence on job placement after training. In most cases, 
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the final placement were based on the recommendations from 
line departments (42% * It seemed that the personnel and 
tra in ing managers alone were found to be unable to 
determine trainee placement as no company said that 
personnel manager alone could dec ide trainee placement and 
only one company had empowered its training manager with 
such an authority. More than half of the respondents 
required a joint decision made by the managers of the 
personnel , training and l ine departments. 
Performance of Graduate Trainees 
It was rare for the companies to assign a particular 
person to look after the trainees. Half of the 
respondents claimed to have involved the personnel 
manager, line managers and the training manager. 
Relatively speak ing, personnel managers played a more 
minor role than the line managers and tra ining managers» 
Table 19 
Responsible Persons of the Scheme 
Combination N % Note: 
A: line manager 
only A 2 10 B: personnel manager 
only B 2 10 C: training manager 
only C 5 25 
A & B 3 15 
A & C 2 10 
B & C 1 5 
, A, B & C 4 20 . 
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Regular meetings with the trainees were the most 
employed means to monitor individual progress (90%). Of 
all the respondents, seventy percent of them relied on 
trainees' regular meetings with the ir line managers. And 
thirty percent allowed the trainees to evaluate the ir own 
progress while twenty-five percent delegated the ir 
supervisors to have regular inspection visits to monitor 
progress. Overall assessment of performance was found to 
be based on the reports by the managers from personne1, 
train ing and line departments (55%). From the survey, the 
overall trainees performance in the companies during the 
train ing period were rated as good. 
Status of Graduate Trainees 
From the survey, we identified three different t i t les 
for the tra inees, name 1y, graduate trainees, management 
trainees, which was by far the most common one C 45% of the 
sampled firms used this t i t l e ) , and executive trainees.—— 
The status of trainees in their companies was found to be 
at 4.8 in a ten-point scale with one be ing the lowest and 
ten the highest• 
All the respondent companies set up a unique salary 
scheme for their trainees. The starting salary for 
trainees tended to fall within the range of HK$7,001 -
10,000, with HK$9,001 - 10,000 be ing the mode (25%). Only 
one company in the survey offered less than HK$5,000 for a 
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newly joined trainee. The highest salary range was found 
to be between HK$11,001 - 12,000. Only one sampled company 
checked this range. However, eleven out of the twenty 
companies declared that the ir trainees would receive 
about twenty-one to forty percent of salary increase after 
their training. One point worth not ing was that one 
company claimed to offer a raise of 151-200% after the 
trainees graduated from the program. 
-IThe fringe benefits that most companies prov id«d for 
graduate trainees were not very much different from those 
for other management staff. The usual items were company 
recreational faci l i t ies (45%), followed by housing 
allowance (25%)» 
Table 20 
Start ing Salary of Graduate Trainees 
Salary(HK$) N % 
<5,000 1 5 
5,001 - 6,000 2 10 
6,001 - 7,000 2 10 
7,001 - 8,000 4 20 
8,001 - 9,000 4 20 
9,001 -10,000 5 25 
10,001 -11,000 1 5 
11,001 -12,000 1 5 
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Nearly half of the companies C45%) suffered from a one 
to ten percent drop-out rate of trainees during the 
training stage. But the after-training drop-out rate 
differed significantly. About twenty seven percent of the 
companies had recorded a rate of one to twenty percent 
and another twenty-two percent of the companies reported a 
drop-out rat ing less than ten percent. The reasons for 
trainees, resignations varied among all those suggested. 
The; most common one was better job offers i|i other 
companies. 
Scheme Evaluation by EmployerSy 
The general level of acceptance of the scheme in the 
companies had been quite high however, a discrepancy was 
rioted among the line managers, graduate trainees 
themselves, and other employees. Comparatively speak ing, 
the acceptance level from line managers was the highest 
while that of other employees the lowest. 
It was reported that the Graduate Trainee Schemes were 
quite successful in the companies surveyed. The mean 
score was 4.5 in a seven-point scale with seven indicating 
very successful. The respondents also claimed that their 
investments in such a scheme had been fairly commensurate 
to the contributions made by the ir trainees. The mean 
score was 4.5 with seven indicating optimal results. 
However, all stated that the schemes needed moderate 
modification (3.5 with 7 indicating great modification). 
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Scheme Evaluation by Graduate Trainees 
The average satisfaction level of the trainee 
respondents on the whole, was fair. Among the ten. items 
listed in the questionnaire, the one most satisfied with 
turned out to be the ir relationships with colleaques, 
while the least satisfied area was the opportunity for 
th^ m to apply knowledge learned. However, none _of the 
elements rated below average the lowest was 2.7 in five-
point scale with five indicating most satisfied. 
The best measurement of the success of the Graduate 
Trainee Schemes is the retention rate of trainees after 
graduation. On an average, they tended to stay more during 
training C4.15) than after training (3.17 . This 
suggested that the intention to stay was slightly higher 
than the one to leave as the two means were all higher 
than the average, 2.5, in a five-point scale. 
The trainees also revealed that the ir own objectives in 
joining the scheme and those of the ir companies were only 
fairly successfully achieved C3.3 for both in a five-point 
scale with five being the most successful). With the above 
assessment results, it seemed that the schemes, as put by 
the trainees, needed some modifications for improvement. 
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Comparison of Evaluations 
by Employer and Graduate Tra inees 
The overall assessments of the scheme both from 
employers and graduate trainees themselves were quite 
similar in that the schemes were only fairly successful 
and both parties shared the view that some modifications 
of the scheme were needed. 
Follow-up Interviews 
Objecti ves 
From the data collected from the questionnaires, the 
most frequently cited objectives were to develop the 
companies* own staff and to f i l l up vacancies created by 
braindrain and expansion. This can be explained by the 
managers' perception of the function of such schemes. In 
the interviews, nearly all managers shared the view that 
the ir trainees tended to have a more thorough 
understanding of the mechanism of the ir business, and a 
high degree of commitment to the company and to the job. 
They also stated that the ir companies favoured a policy of 
developing the ir own staff more than that of recruiting 
directly from the market. In general, they thought that 
the Graduate Trainee Scheme was a satisfactory personnel 
and training strategy, with only one reservation, that 
being the time and high costs involved. 
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The data collected supported the ir comment. Most 
companies in the survey tried to train the ir own pool of 
managerial staff by developing a team of graduate trainees 
who would acquire a thorough understanding of the company, 
have greater commitment to the job arid the company, and 
possess the necessary operational skills after completing 
the specially designed training programs. About f i fty-six 
percent of companies aiming to develop the rr own 
manager ial staff claimed the ir schemes to be successful 
and thirteen percent gave an average assessment. For the 
objective of f i l l ing vacancies created by braindrain and 
expansion, nearly all (89%) evaluated the ir scheme as 
successful . This suggested that such training schemes 
could be an effective means to fu l f i l l these two targets. 
A small percentage of the compan ies surveyed indicated 
that developing the human resources for the society and 
enhancing company image were their objectives. We may 
infer that the rest of the compan ies do not perceive the 
scheme as fulf i l l ing the ir social responsibilities. They 
tended to value the scheme on its effectiveness in 
developing successors for themselves than for the society 
as a whole. However, half of those who mentioned social 
responsibility as an objective rated the ir scheme 
unsuccessful. This may be due to the fact that it was 
more difficult to gauge the level of success in achieving 
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social responsibility than the other more company-related 
ones . 
Duration and Content 
The managers interviewed (4) recommended a duration of 
two years and the reason given was that a shorter duration 
might not allow ample time and exposure to all training 
areas while a longer program might suffer from the 
difficulty in retaining trainees during training, and a 
higher investment cost. This seemed reasonable because in 
developing managerial staff , a successful program would 
include not only operational skills training, but also 
training which can effectively mold the trainees' attitude 
t o b e
 in line with the company culture. Both types of 
activities involved time and a short training scheme would 
undermine the ir effectiveness. Moreover, during the 
interviews, the managers said the ir trainees were eager to 
take up full responsibilities and get rid of the t i t le of 
'trainee'. However, there was neither strong proof in 
favor of nor against such a view from the survey. 
Since none of the respondents had training activities 
other than those given, it could be quite safe to suggest 
that a typical Graduate Trainee Scheme consisted of more 
or less, the five stages of training in the following 
sequence: orientation, classroom training, attachment, job 
rotation and on-the-job training. Although the duration 
of each stages varied, the majority allocated longer time 
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for the latter three. As stated in the comments, some 
companies regarded these as continuous training 
activities, they chose not to demarcate them into discrete 
stages. This may account for the phenomenon that on-the-
job training and attachment were given the longest t ime. 
The managers interviewed all agreed that the longer the 
time allowed for on-the-job training, the higher the level 
of effectiveness as that would provide an excel lent 
opportunity for the trainees to become more fam i1iar with 
the corfipamy and their jobs a.nd acquire the necessary 
skil ls in a less pressured way» They there fore supported 
a duration of four to seven months for both on the job 
and attachment trainings. 
Recruitment 
From the survey, no company accepted post-graduate 
degree holders* When asked about why this occurred, four 
managers interviewed declared that they had no 
discrimination against post-graduate degree holders, but 
the latter tended riot to turn up for an interview, which 
seriously disturbed their selection schedule and planning. 
They also had doubts about the loyalty that these people 
would have toward the company and therefore expected a 
higher turnover rate among them* 
Only one company reported they had recruited post-
secondary graduates. It seemed reasonable to speculate 
that in the near future, they may not be considered by the 
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companies to be potential successors of the ir management 
team v 
As indicated in the survey and reiterated by the 
managers, the selection board members look for applicants 
who could demonstrate excellent analytic skills ability. 
Academic results ranked second in the survey and the 
managers said that from the ir experiences, they observed 
a positive relationship between outstanding academic 
results and performance. 
Another point worth not ing was the low ranking rate of 
proficiency in Chinese (written All the managers agreed 
on rat ing this factor as the least important in the ir 
companies because the written communication was mainly iri 
English. However, these companies may have to review this 
situation* In the preparation for the 1997 transfer, they 
may need more managers who can communicate in Chinese 
(written correspondence) and Putonghua with the Chinese 
companies in the mainland• 
Experience was regarded as the least considered 
attribute• During the interviews, four managers said that 
they preferred fresh graduates to experienced ones 
because it was easier to develop fresh graduates to be in 
line with the company culture. In addition, no company in 
the survey accepted applicants with over three years' 
experience to the ir Graduate Trainee Schemes. 
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Training Activities 
The dominant type of training activity was internal 
training, a practice shared by most respondent companies 
and all the companies interv iewed. Three reasons for this 
were cited in the interviews. First, in-house training 
provided the best degree of quality control in training, 
including both in terms of content and trainers. It may 
lso be the most effective means to indoctrinate desirable 
attitudes and work style. Tailor-made programs designed 
for the companies have been proved to be more rewarding. 
Results of the survey highlighted two dominant training 
areas, namely, management skil ls and operational 
knowledge, which were relatively more company specific. 
This may be 1 inked to the second reason, and that was, 
the very few availabi1ity of suitable external training 
courses. This was especially true with a unique business 
nature, such as the public utilities* Moreover, management 
style most congruent with company culture would surely be 
more effectively communicated by the internally arranged 
training courses• External training courses which develop 
operational skil ls unique to the company, e.g. the MTR and 
KCR, may not be available. 
Finally, as the prime objective of in-house training 
l ies in facilitating trainee's acquisition of specific job 
skil ls , in-house training provided the chance for the 
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trainees to learn in a real work ing env ironment. 
Career Development 
The unique and ideal feature of Graduate Trainee Scheme 
was the tailor-made career plan for trainees. 
Unfortunate 1y, not all companies had a unique career path 
for trainees. As commented by two less satisfied 
respondent trainees, they complained about the uncertainty 
> 
involved in the ir career development in the ir companies. 
The most frequent recommendations (3 made by trainees was 
a clear career path, which implied good prospects. The 
loss of trainees would mean a loss to both parties, in 
terms of investment cost, time and experience accumulated 
by trainees, and a waste of resources. Although the data 
did not show any relationship between having a career path 
and drop-out rates, during and after training, the 
decision makers should take this into consideration in 
the ir plan. 
It was understandable for the trainees to expect a 
clear picture of the ir final placement, as reflected in 
the comments made by two trainees* One said he hari 
encountered unnecessary uncertainty and experienced 
anxiety at the very beginning and the other said he did 
not know what specific skills he should acquire during 
training in order to get a good placement. It also made 
sense that the managers involved should have greater 
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flexibil ity in allocating jobs to the trainees, as stated 
by the three managers interviewed. The survey revealed 
that tra inees only had some influence on the i r after 
training placement* While the trainees complained that 
the ir wishes had not been taken seriously (2 commented), 
four managers said they were constrained by the 
availability of vacancies. If such a discrepancy was 
discussed and explained, both would fee 1 better about the 
situation . 
Promotion prospects have been a crucial factor in staff 
retent ion strategy• A1though nearly eighty percent of the 
firms said they had set career paths for the ir trainees, 
nearly half of them declared they gave no guarantee and 
that promotions were based on tra inees* performance. 
Statistics showed no significant relationship between 
faster subsequent promotion and drop out rates during 
training, but there was, in the case of drop-out rates, 
after training. Half (50%) of the surveyed companies with 
no guarantee in subsequent promotion had an after-training 
drop-out rate of more than thirty percent, while only 
seventeen percent of those with a faster promotion track 
record had the same rate• This may suggest that a faster 
promotion may help in retaining graduated trainees. 
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Table 21 
Subsequent Promotion and After-Training Drop-out Rate 
Subsequent After-Training Drop-out Rate ———— 
Promotion No. of Companies 
0% 1-10% 11 20% 21-30% 31-40% 41-50% 5 1-60% 
Not guaranteed 1 0 2 l 2 1 1 
%
 12.5 0 25 12.5 25 12.5 12.5 
Faster than others 0 1 2 2 0 1 0 
% 0 16,7 33.3 33.3 0 16.7 0 
1 - 2 years 0 2 0 0 0 1 0 
% 0 6 6 . 8 0 0 0 3 3 . 3 0 
3 - 4 years 0 1 0 0 0 0 0 
• % 0 100 0 0 o o o 
Ample opportunity for the trainees to move up the 
management ladder may be another attraction. Three 
managers in the follow-up interviews had commented that 
trainees in lower management positions tended to respond 
quickly to better career development opportunities, 
particularly to those available in the market. 
Performance 
During the interviews, two managers reported that the 
personnel staff was responsible for the scheme 
administration, including recruitment. The training staff 
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was responsible for coordination and classroom training, 
and the line staff was in charge of the on-the-job 
training and supervision^ They stressed the importance of 
having a party responsible for the overall supervision of 
the scheme. 
With respect to assessment, more than half of the 
companies surveyed had taken the training progress reports 
by trainees into cons iderat ion. All the managers agreed 
that these reports gave valuable information on trainees' 
feelings and problems, although only one of them said he 
would refer to them in judging their performance. 
The general evaluation of trainees* performance and 
contribution had ranged from fair to good, according to 
the survey figures. It seemed that there was s t i l l a lot 
of room for improvement in the ir performance. The 
interviewees shared the opinion that the comparatively low 
rating might be due to the fact that he trainees had not 
yet assumed full job responsibility and most of the ir time 
was occupied by non-productive training activities. 
Status 
Generally speaking, the salaries of Graduate Trainees 
w e r e
 reasonable, compared with the market rate, three 
managers asked said. The mode fell in the range of 
HK$9,001 - 10,000 while the majority clustered around the 
range of HK$7,001 - 10,000. Only those companies offering 
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a salary range of HK$9,001 - 10,000 (10% of the total ) had 
a zero percent after-training drop-out rate. Only those 
with a range of HK$9,001 11,000 C15%) had a rate of less 
than ten percent. However, no relationship was shown 
between salary range and during-training drop-out rate . 
Table 22 
Salary and After-Training Drop-out Rate 
No. of Companies 
Salary Drop-out Rates 
0% 1-10% 11 20% 21-30% 31-40% 41-50% 51-60% 
< $5000 0 0 0 0 0 0 1 
$5000-6000 0 0 0 2 0 0 0 
$6001-7000 0 0 1 0 0 0 0 
$7001-8000 0 0 1 0 l 2 0 
$8001-9000 0 0 1 0 l i o 
$9001-10000 2 2 1 1 o 0 0 
$ 10001-11000 0 1 0 0 0 0 0 
Besides monetary rewards, they enjoyed quite a lot of 
fringe benefits, such as housing / car loans and 
allowances. This showed that although they might not have 
any special privileges, they were not discriminated 
52 
against in this aspect because they were not actually 
working or "productive" during training. Both managers 
and trainees reported that Graduate Trainees did not 1 ike 
the t i t le of 'trainees', which had the implication that 
they were not productive* 
The trainees were perceived as be ing low in the 
organizational hierarchy, getting a rank of 4.8 only in a 
scale of ten. This comparatively low rank ing, together 
wit;h career uncertainty, may have afflicted the trainees 
with a sense of inferiority. Half of the managers 
interviewed admitted that the ir trainees did not have a 
very high self-esteem in the company. The explanation 
they gave again was that they had no full responsibility. 
One even said the ir trainees s t i l l had the "student 
mentality". 
Scheme Evaluation 
Evaluation can be done by checking two figures; the 
individual evaluation made by both the employers and the 
employees, and the drop-out records. To the employers, 
the ir Graduate Trainee Schemes turned out to be 
acceptable. As they tended to give more favorable 
comments since the schemes are the ir responsibilities, it 
may be reasonable to assume that the actual outcome may 
not be so positive. The responses of the line managers 
and the trainees themselves were not very positive. These 
relatively low levels of acceptance may reveal that such 
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scheme may need further improvement in the future. 
Acceptance level of the general staff had been reported to 
be average. The data collected did not show any 
relationship between the acceptance level of the general 
staff towards such scheme in relation to the presence of 
unique career path for graduate trainees and to the speed 
of the ir subsequent promotion. 
This is further supported by the comments made^ by the 
trainees. Half of them thought the scheme could fu l f i l l 
their and the company's objectives. Slightly more than 
half of them said they were not sure whether they would 
stay with the ir host companies after training. 
The drop-out rates provided by the respondent companies 
serve to measure the level of success of the schemes. The 
rates during and after training ranged from one to sixty 
percent, with the mode in the range of one to ten percent 
and eleven to twenty percent respectively. Although there 
was
 o clear indication of any relationship between 
after-training drop-out rate and level of success 
perceived by employers, it appeared that those with lower 
during training drop-out rate tended to think their 
schemes were successful . 
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Table 23 
During-Training Drop-out Rate and Level of Success 
During-Training Level of Success 
Drop-out Rate No. of Companies 
2 3 4 5 6 
0% 0 0 0 2 1 
1-10% 0 0 2 4 2 
1 1-20% 0 1 0 0 0 
21-30% 1 1 0 2 0 
31-40% 0 1 0 0 0 
41-50% 1 0 0 0 0 
Since the training content was company specific, it can 
be deduced that the drop-outs were at a disadvantage by 
quitting without any substantial acquisition of formal 
recognized experience. But it was interest ing to note 
that the most frequently quoted reason for quitting was 
better job opportunities elsewhere. This may suggest that 
the ir experience as trainees were be ing recognized by the 
business community. The managers admitted that the ir 
companies lost too as the initial training cost was high. 
Graduate Trainees' Sat isfact ion Level 
When asked about the ir opinion on the level of success 
of the scheme in fulfi l l ing the ir objectives, trainees 
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responded with a mean of 3.3 in a five-point scale with 
five indicating very successful . Although it fell in the 
average level, by the theorem of central tendency, which 
stipulates that the mean will fall in the middle of the 
scale, this rate indicated a rather low rating. 
Comparatively speaking, the least satisfied area was the 
application of learned knowledge. Again the managers in 
the follow-up interviews attributed this to the lack of 
real job responsibilities assigned during the training 
stage• However, because of this, they said/ their 
relationship with col leagues, as shown by the data, had 
been good since there had been relatively less direct 






This study did not attempt to provide an ideal mode 1 
that will be f i t all companies, but one to identify a l i s t 
of general features of Graduate Trainee Schemes and 
recommendations for reference purposes• They may throw 
light on the optimal scheme arrangements for individual 
compan ies. 
1> Optimal number of Graduate Trainees 
The number should not exceed twenty. A comparatively 
small trainee population will allow better 
administration, coordination and supervision of the 
scheme . 
2) Group recruitment and training 
The optimal in-take each time should be around six to 
ten. This size will enable more effective group 
training and interaction. 
3) Management and Administration 
There should be one person responsible for the overall 
supervision of the trainees. This person can coordinate 
all the training activities and offer advice to the 
trainees when necessary. 
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4) Duration 
The scheme duration should be between one to two years. 
If he scheme is less than, one year, there will be 
insufficient time for the trainees to go through all 
the training activities. However, as reported by the 
trainees and interviewed managers, two years would be 
enough for the trainees to complete the necessary 
acti v i t ies. 
5 ‘Training Activities 
Sufficient in-house training on the management and 
operational skill development should be provided for 
trainees. Classroom training should be provided for the 
trainees from time to time throughout the training 
period. This arrangement allows the trainees to 
integrate the theoretical knowledge they learned in 
classroom with the working experience acquired. 
6) Career Development 
Concrete career plans for trainees should be set as 
soon as they join the scheme. If the trainees know of 
their career future in the organization, they will be 
less uncertaia about the jobs and more satisfied with 
the situation. 
7) Performance Assessment 
Training manager and line department managers should 
collaborate closely to monitor trainees' performance 
and training progress. Otherwise, the assessment of the 
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trainees, performance will be biased, and the trainees 
may also feel that they are unfairly evaluated. 
8 Final Placement 
Trainees' wishes should be taken into cons iderat ion as 
far as possible. By do ing that, trainees will be more 
content with the final placements and of better 
performance in the ir designated posts. 
9 Status of Trainees 
The rank of trainees in companies should be upgraded 
and more significant asks be assigned to them. It can 
substantially enhance the ir sense of importance in the 
organ i zat i on» 
10)Acceptance Level 
The company should continuously introduce the benefits 
of the scheme to all staff so as to enhance the general 
staff acceptance of the scheme. In fact, the support 
from general staff is very important to the success of 
the scheme . 
1t)Better Communications 
Managers should constantly discuss with trainees about 
their raining and evaluate the effectiveness of the 
scheme regularly so that timely modification of the 
scheme can be made. 
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12)Chinese Written Skills fv 
The Chinese written skills for business correspondence ^ 
has to be emphasized in the application screening 
process in order to prepare for the frequent 
communications with Chinese officials after 1997. 
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APPENDIX 1 
’ 1 8 t h February, 1991 
Dear Member / 
Survey on Graduate/Management 
Trainee Scheme in Hong Kong 
With the continuous brain drain of experienced and 
educated professionals in Hong Kong, you may find in 
recent years that many companies have been launching 
Graduate/Management Trainee Scheme to build up their own 
pool of middle managers. In view of this, ITD(HK) is now 
sponsoring a research by a MBA student of CUHK called 
"Graduate/Management Trainee Scheme in Hong Kong" with the’ 
aim of sharing experience of our members in administering 
such schemes, if any, and providing valuable reference for 
the scheme design and effectiveness. 
We are now seeking your kind assistance in completing the 
enclosed questionnaire No- 1 which will take you less 
than 20 minutes. Furthermore,. it would be most 
appreciated if you could distribute the questionnaire 
No. 2 to one of your graduate/management trainees for 
his/her completion. It would undoubtedly let us have a 
more complete picture of the scheme. Please complete 
relevant sections of questionnaire No. 1 even if you don11 
have such a scheme in your organisation-
We are very much obliged if you can return the 
questionnaire to me before 1st March 1991 by using the 
enclosed envelop or by fax 6026330. The research finding 
will be presented to you in about 2 months' time-
All the information collected will be treated with 
strictest confidence and no identity of individual company 
will be disclosed. Results will be presented in the form , 
of summarized statistics only. 
Thank you very much for your assistance. 
Yours Sincerely/ 
Exco 1991 
INSTITUTE OF TRAINING & DEVELOPMENT 
HONG KONG BRANCH. P.O. BOX 30598, CAUSEWAY BAY POST OFFICE. HONG KONG. 
. APPENDIX 2 
OVERALL SAMPLES CHARACTERISTICS Questionnaire No. 1 61 
SURVEY ON GRADUATE/MANAGEMENT TRAINEE SCHEME IN HONG KONQ 
Graduate/Management Tra inee Scheme is defined in this survey as a 
structured company tra in ing program provided for graduates of 
polytechnics and un i vers i t ies. By go ing through different 
training activities, trainees are prepared for assuming full job 
responsibility upon the completion of the training program. 
Please complete this questionnaire, which will take you about 20 
minutes, and return it to us by 1st March by us ing the enclosed 
envelope. The collected information will be treated in strict 
confidence and analyzed for statistical purposes only. 
PI ease mark the appropriate answers (can be more than one) or 
state otherwise if you cannot find one. 
(PART I> 
Company Information 
1 - Name of company : (optional) ---
2. No. of employees : 
(3%) less thap. 20 (17¾) "d.j5101 500 
(6¾) 21 5 0 (19%) e. 501 - 1000 
• • 51 — 100 (56%) f-22~Z ore than 1000 
3. Nature of business : 
(11¾) public utility (14¾) f. trading 
(14%) b. 5 banking (6¾) q. 2 service 
(8%) c._3__ transportation insurance 
(1^ ¾) d. 5 retailing {22%) i•—8 others: 
(11¾) e. 4 manufacturing 
4. Does your company currently employ graduate trainees.? 
(55.6^h-_20 Yes (please proceed to PART II) 
No (complete PART I only) 
5‘ The reasons for not recruiting graduate trainees is/are: 
Never heard of this scheme. 
b. Too costly. 
c
• Graduate trainees are not as productive as 
experienced staff . 
d. No job vacancies. 
e . Others : -
End of Part I ——… — 
.. _ i 
RESULTS OF COMPANIES WITH GRADUATE TRAINEE SCHEME Questlonnaire No- ! 
SURVEY ON GRADUATE/MANAGEMENT TRAINEE SCHEME IN HONG KONG 
Graduate/Management Trainee Scheme is defined in this survey.as a 
'structured company training program provided for graduates of 
jpolytechn ics and universities. By go ing through different 
training act i v it ies, trainees are prepared for assuming full job 
iresponsibility upon the completion of the training program. 
Please complete this quest ionnaire, which will take you about 20 
iminutes, and return it to us by 1st March by us ing the enclosed 
envelope‘ The collected information will be treated in strict 
iconfidence and analyzed for statistical purposes only. 
IPlease mark the appropriate answers (can be more than one) or 
state otherwise if you cannot find one — 
(PART I> 
Company Information 
1. Name of company : (optional 
2. No. of employees : 
a . less than 20 — 101 - 500 
21 - 50 (20¾^ . J__ 501 1000 
51 - 100 more than 1000 
I = 20 
3. Nature of business : 
(20¾) a. publ ic ut il ity (10%) trading 
(25¾) banking (5%) 9-J^ service 
(5¾) J• transportation h. insurance 
(10¾) _ retai 1 ing (5%) i - J o the rs iGon^ rucyxm 
(20¾) manufactur i ng 
=20 
4. Does your company currently employ graduate trainees?, 
_ Yes (please proceed to PART II) 
b . No (complete PART I only) 
5‘ The reasons for not recru i t ing graduate trainees is/are: 
a.—_ Never heard of this scheme . 
b . Too cost1y. 
c . Graduate trainees are not as productive as 
experienced staff . 
d . No job vacancies. 
e . Others : —— 
End of Part I 
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<PART II> 
Number of Graduate Trainees current! y in your company: = J2 
Objectives of Graduate Trainee Scheme 
7. The object i ve(s) of recru i t ing Graduate Tra i nee s i s/are : 
516^ ) f"-3- 1° UP?rade a C a d e m i c Quality f employees in general (11%) to enhance productivity. general . 
(21$) 1L— o^ develop the human resources for the society 
(16%) d to enhance company image. 
S ? ! f ' V Jo
 wn managerial staff. (5,): f. - t o tackle the problem of the lack of experienced 
: labour in the market. experienced 
{ W )
 .
f l n . u P the managerial vacancies created by the 
braindrain and company expansion. 7 t h e 
(11¾) h- 2 others: 
N = 19 ' - Multi-response 
DuratIon and Content of the Graduate Trainee 9cheme 
S - The duration of the Graduate Trainee Training Scheme is: 
f . r c f , J• 3 0 3 months ( 2¾) «^ _8 _ 19-24 months 




 _ t h s ( J 31-36 months 
K
 ^ 13-18 months (5¾) h. J__ others: 
19 — 
9
 * Please specify the sequence of stages of the tra in ing scheme 
by checking the box corresponding to each training activity. 
Stage 1st 2nd 3rd 4th 5th others Absent 
a. Orientation period 18 
b. Job rotat i on 4 2 4 3 5 
c. Attachment to departments 5 5 2 2 3 
d. On-the-job training 1 7 5 3 . 2 
e. Class room training 5 2 2 1* 5 
f . Others —— 
9 • Others c^ontinuous 
10. Duration of each stage: 
, Stage 1st 2nd 3rd 4th 5th others 
|. 1-2 3-4 15-6 7-8 9-lO 11 -12 Oths 
w m w nv w rn w m w m w 
a. Orientation period 12 3 1 2 j 
b. Job rotation 1 1 I 2 3 1 1 2 2 
c. Attachment to departments 2 3 1 1 1 2 1 1 
d* On the job training 31 4 1 2 
e. Class room training 12 3 2 11 
f. Others 
g. Others * 
[ 
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Graduate Trainee Recruitment, 
11. PI ease RANK the follow!ng selection c r i t e r i a in recruiting 
Graduate Trainees in order of importance. 
(The mos t i mportant - 1, and so on.) 
Rank Scores 
5 a . P r o f i c i e n c y in English (written & oral) 
7 l Proficiency in Chinese (written) 
^ c - Breadth of knowledge 
1 di'l^ A. Analytic skills 
3 Presentation skills 
6 f. Appearance 
2 g• Academic results 
8 h- 7 R e l e v a n t experience 
i . others — 
j • others 
12‘ What recruitment activities are applicants required to take 
part i n 
( w) a- Subm i ss i on of letter, resume 8^5¾) i n terv lew 
(6^¾¾ b" S u b m i s s i o n of a p p l i c a t i o n
 q , ^  ~ 3rd interview 
yoo^) written test {20%) h. Aptitude test 
(10¾) d - 2 - - Assessment centre i•—’" Others : 
(95%) 1st interv iew • ——— ——— — — — 
N = 20 Multi-response 
13. The minimum academic quali f icat ion<s) required for the 
! Graduate Trainees i s/are : 
.(5%) a- 1 
post secondary education 
(25¾) b- diploma 
(10¾) c._2_ bachelor degree (local) 
d- bache1 or degree (overseas) 
_ post-graduate degree 
(60¾) f «12__ others : decree 
B N = 20 . 
I 1 ^ • What is the average age of the newly recruited trainee 
__ 1 8 - 2 0 
(70%) b. 21-23 
(30¾) c- 3 24-26 
d- 27 and over 
r N 20 
15 How many years of post-graduate working experience does your 
company require applicants to have? 
(45%) _ only fresh graduates are accepted 
(35%) b - j —below 1 year 
(20%) c.J_ 1-3 years 
d. over 3 years 




[6* Who are involved in the recru itment team? 
1(100¾ personnel staff 
(50^ )b-lQ__ training staff 
(50%)<=-l£L_ concerned line department staff 
senior managers from all departments 
—— CEO 
<25¾)f•——others: J>ii!aQtpjc 3L(J5il^ _JIGM 1C5H+—GoncfimfiijLSenJ^ Jtlan&ger 1(5%) 
(5^ )1 a&b ((5 )^1 a&f (5%)1 a,c&d 
I (i0%)2 2L&C (20¾)4 a,b&c (10^ )2 a,d&e 
(5%)1 a&d (5%)1 a,b&d (10%)2 a,b,c&d 
(5^ )1 a&e (10^ )2 a,b&f (5^ )1 .a,b,c^e Multi-response 
Irraininq Activities 
7. Please specify the % of time allocated to the following 
training activities by checking the appropriate boxes. 
Time% None 1-20 21-40 41-60 61-80 81- 100 
a. In-house training ' j J ] '~— -r- . 
b. External training
 5 10 J 3 12 Missing=0 
c. Others: Missing=4 
8. Please specify the % of time allocated to the following in-
house training areas by checking the appropriate boxes. 
Time% None 1-20 21-40 41-60 61-80 81-100 Missing 
a. Management skills 9 8 1 2 
b. Interpersonal skills 2 10 3 1 4 
c. Operational knowledge 1 5 3 4 7 
d. Language 4 2 
e. Induct ion 15 5 
f. Computer knowledge 1 11 2 6 
g. Others : v 
j 9- In—house & external training for trainees are given: 
(Please RANK. Most important - 1, and so on) ” 
mank Scores 
1 t o facilitate their picking up of specific job skil ls 
I 6 as a kind of benefit to trainees. 
5 to enhance traillees, job satisfaction. 
3 d-l.JL t o cultivate the ir sense of belonging. 
I 2 to train them up to be in 1 Ine with the company 
cu1ture. 1 
f
-l-J9_ a s a standard practice of the scheme. 
g* __ others : ___ _ _ _ 
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1:1 ‘ ‘ 
ICareer Development j * 
10. The final placement of trainees is set: 
1 0 . 5 ¾ b e fore recruitment. 
10.5%) b- -2«. during the first half of the time of the scheme. 
(W) c - in. the latter half of the time of the scheme. 
10.5¾) d-_2_ at the end of the scheme. 
j (21¾) e- after the completion of the scheme. 
f- others : _ 
.:19 ———————-… 





22. What are the Graduate Trainees required to do in the final 
stage of the training scheme to be qualified for graduation? 
.... —. 
(11¾) a« 2— Go through an intensive in-house training course . 
(50%) b - J9 ― Pass the final overall assessment. 
(13¾) c«13 —Complete a final project. 
d. Others : ________ — — 
(22%)U a&b"" (6%)1 b&c “ “ 
N=18 
"23. What is the placement of the Graduate Trainees based on? 
I 
I (42%) a. j8_ The recommendations from Line Departments . 
I (5¾) b-J _ The recommendations from tra in ing manager. 
• • The recommendations from personnel manager. 
d- Others : 
I (5 )^1 a&b (32%)6~a,"b;c~" —— “ “ 
I (16%) 3 a&c N=19 
I24- Once trainees have got the placement, the ir subsequent 
promotions are : 
1 (1^ 7¾) _^_ n ot guaranteed, but totally depend on the ir perform-
ance • 
(32%) b. __normal 1 y faster than other staff • 
• (16%) c . 3___ normal 1 y take 1-2 years . 
(5¾) d. J—_normally take 3-4 years ‘ 
e- normally take 5 years or more. 
j N=19 
25‘ Does a traineey s wish have any influence on his final 
placement after tra in ing? 
(Please CIRCLE the appropriate number.) 
Totally Very Very 
none l i t t l e Some Much Much 
Mean Score = 3• 1 2 3 4 5 
‘ -
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126. Please check the % of Graduate Trainees against the 
positions they have ever been promoted to af ter graduation. 
% of 
Trainees 0-20 21-40 41-60 61-80 81-100. 
a . MD.CE0 19 
b . Director 1 
c . Seni.or Manager 12 4 2 1 1 
d . Manager 7 4 4 2 2 
e . Junior Manager 5 5 ^ 1 3 1 
f.Z Senior Officer 10 2 2 ^ 1 
g . Officer 13 1 1 1 3 
h‘ Others: ^ \ y I 4 
Performance 
27. What is the average performance of the Graduate Trainees in 
your company? (Please CIRCLE the appropriate number.) 
Very : 
poor Excellent 
Mean Score =3.875 1 2 3 4 5 
128. Who is/are responsible for the Graduate Trainee Scheme? 
(10¾) a. 2 L ine managers . (15$)3 a&b 
(10¾) b- Personnel manager. ,
 0 
tocz<t\ ,- ^ „ . - 10% )2 a&c 








29. How is the progress 0 f individual Graduate Trainees 
monitored? 
(15%) a• 3 By regular meet ings with Graduate Trainees‘ 
(10%) b• 2— By regular meet ings with the ir 1ine managers . 
c« By reports by Graduate Trainees. 
d- By regular inspection visits. 
e. Others:—— 
(15%)3 a&b (10%)2 a&c (5 )^1 a&c (25%)5 a,b&c a,b,c&d 
I N = 20 




 a- 20 Yes 
— 
t> •• No 
I N = 20 
sl 
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31* Their performance assessment is based on: 
1 (5%) a- j reports by personnel/training managers . 
35%) b .35__ reports by line managers . 
c . reports by Graduate Trainees . 
(5%) d.a__ others _CEQ — 
I (20^ )4 a&b (35^ )7 a,b&c 
I N = 20 
32. Their overall contributions to the company during the 




Mean Score = 3.1 1 2 3 4 5 
1 
I 
I Status of Graduate Trainees 
33- What is the morithly salary of a newly joined Graduate 
Trainee? 
(5%) Less than HK$5,000(25¾) f- i HK$9,001 - 10,000 
(^ 0¾) HK$5,001 6,000 :(5¾) 9- _l_ HK$ 10,001 - 1 1,000 
(10%) HK$6,001 - 7,000 i5%) HK$11,001 - 12,000 
(20¾) HK$7,001 - 8,000 i-——More than 12,000 
(20%) HK$8,001 - 9,000 
N = 20 “ _ 
34‘ On completion of the tra ining scheme, what % of salary rise 
do they normally have? 
(25¾) a - — 0 20% e . 8 1 1 0 0 % 
<55%) b . H _ _ 21 40% f.—— 101 - 150% 
(5¾) 41-60% (5%) 151 200% 
(10¾) d._2._ 61 80% h.— Over 200% 
* 
35• How many salary payments per year are there for Graduate 
Trainees 
(10%) a • 2- 12 d. 15 
(75¾) b-l5._13
 lcaf Others: ^ (10%) (5%) 
N = 20 
36. What is the official t it le of the Graduate Trainees in your 
company? 
(^ 5¾ h" G r a d u a t e Trainees . Assistant Managers 
j Management Tra i nees (20%) Others : Trainees 
N = 20 
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37. In a scale of 10 rang ing from the most sen i or grades to the 
most junior, where are the Graduate Trainees positioned in 
your company (Please CIRCLE the appropriate number) 
Most Junior Most Senior 
1 2 3 4 5 6 7 8 9 10 
Mean Score = .9 
38. The fringe benefits Graduate Trainees are entitled to 
include : 
(25%) a. 5 housing allowance / loan 
(15¾) b. car loan 
(15%) c - entertainment allowance 
(15¾) d. _3_• company club house membership 
(45¾) e. __company recreational faci l i t ies (e.g. company yacht 
and villas 
(15%) f. 3 travel al1owance (overseas) 
9- Others : 
Multi-response 
Scheme Evaluation 
39. What is the drop-out rate during / after training? 
During After 
Training Training 
(17¾) 3 “ (5%) 1 
b. 1 10% (44T5~E" (2^TT 




 302 (16^ T~3~ 
31
 _ 40¾ (11*?y~2~ 
41
 50% {6%yl" (16"?T~3~" 
9- 51 - 60% = (5?I~f" 
h. More than 60% 
N = 18 N = 19 
40‘ The reasons of their resignations during / after the ir 
training include: 
During After 
Tra i n i ng Tra i n i ng 
a. better jobs in other companies . (20¾) 4 (50%) 10 
b. not satisfied with the salary. (I^Z? 
c. not satisfied with the job. (25%)~5 ( 
d. further studies, (Toi)~2 (1^= 2 
e. em igrat i on. ( (20/0 
f nthpv -^ 5% family reason, 5% hunted by 
.umeib. —firms —• ' 
Multi-response 
N = 20 
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41. How successful do you think the scheme has been? 
(PIease CIRCLE the appropriate number.) 
Not Very 
Successful Successful 
Mean Score = 4.5 1 2 3 4 5 6 7 
PIease explain* 
42. The commensurate re turn on investment in the scheme has 
been: (Please CIRCLE the appropriate number.) 
None Very 
Much 
Mean Score- M.5 1 2 3 4 5 6 7 
43. How much modification do you think the exist ing Graduate 




Mean Score = 3.6 1 2 3 4 5 6 7 
44. Please explain what these modifications should be (if any). _ 
45. Please specify the level of acceptance of the Graduate 
Trainee Scheme by the follow ing staff by check ing the 
appropriate box against each-
Low High 
1 2 3 4 5 6 7 
a. line managers Mean Score : 5 — 
b. graduate trainees a^n Sbore r 5.6 
c. other employees Mean Score = 4.9 
-——END 
THANK YOU VERY MUCH. 
Questionnaire No. 2 
(For Trainees ) 
Dear S ir/Madam : 
Th is is a re search sponsored by the Institute of Training 
and Development on the Graduate/Management Trainee Schemes in 
Hong Kong. We are asking for your kind ass i stance in providing 
valuable information for this re search. PI ease complete this 
questionnaire, which will take you only 10 minutes, and re turn it 
to us by 1st*March by using the enclosed envelope. All informa-
t i on will be treated in strict confidence and no identity of 
individual response will be disclosed. Research results will be 
presented in the form of summarized statist ics only. 
Are you satisfied with the following elements in your 
tra i n i ng program (Please check the appropriate boxes-) • 
Very Dis- Very 
satisfied satisfied NA 
1 2 3 4 5 
i Mean Score 
3• a. Involvement in important j obs 1 “ 
3.3 b. Appl icat i on of learned knowledge IZZZ 
3-2 c. Job rotation arrangement . 
3-1 d‘ Attachment to other departments ‘ 
3.4 e . Career de ve 1 opment 
3.5 f. Salary ZZIZ 
3-7 g. Training opportunities . 
3• h. Position/status — " 
3*9 i . Relationship with superv isor (s) ~~ 
j . Relationship with col leagues — 
3.5 k . Others : “ 
2* How much modification do you th ink the current scheme 
requires (Please CIRCLE the appropriate number.) 
Very 
None much NA 
Mean Score • 2.77 1 2 x 3 4 5 





f 4. Will you stay with the company dur ing/after tra in ing 
(PI esse CIRCLE the aippjropiriate number. 
Absolutely Absolutely 
Mean Score no yes 
a. Dur ing training 4.15 1 2 3 4a 5 
b. After training 3.71 1 2 3
 x 4 5 
5* How successful is the scheme in achieving its obj ect i ve^? 
(Please CIRCLE the appropriate number.) 
Very Very 
unsuccessful successful 
Mean Score 3.29 V 2 3 x '4 5 
6. How successful is the scheme in achieving your objectives? 
(Please CIRCLE the appropriate number.) 
Very Very 
unsuccessful successful 
Mean Score = 3.26 1 2 3 X 4 5 
7. What i s your o veral 1 comment on. your company' s 
I Graduate/Management Trainee Scheme 
I "" 
I •• - - - __ _ • _r i _ _ 
END 




Question 7: Comments by Graduate Trainees 
N Comments 
2 Fee 1 uncertain and anxious about the future career 
development because the supervisors cannot prov ide clear 
p ictures. 
1 Clear career path is needed. 
1 Very uncertain and anxious about the future at the early 
stage of the scheme. 
1 Do not know what specific skills and knowledge should be 
acquired because do not know what the future placement will 
be • 
2 Company does not seriouly consider trainees* wishes in final 
placement• 
7 Change the t i t le of 'trainee' it means not productive. 
N = number of responses 
k 
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• APPENDIX 3 
SURVEY ON GRADUATE/MANAGEMENT TRAINEE SCHEME IN HONG KONG 
Graduate/Management Trainee Scheme is defined in this survey as a 
structured company tra in ing program provided for graduates of 
polytechn ics and universities. By go ing through different 
tra in ing activit ies, tra inees are prepared for assum ing full job 
responsibility upon the completion of the tra in ing program. 
Please complete this questionnaire, which will take you about 20 
minutes, and return it to us by 1st Marnh by us ing the enclosed 
envelope‘ The collected informat i on will be treated in s t r ic t 
confidence and analyzed for s tat is t ical purposes only. 
Please mark the appropriate answers (can be more than one) or 
state otherwise if you cannot find one . — — — 
<PART I> 
Company Information 
1* Name of company : (opt ional — — —_ __ „ —__ ——— — 
2» No. of employees : 
a . less than 20 d. 101 - 500 
b . 21 - 50 e. 501 - 1000 
c
‘ — — . 5 1 - 1 0 0 f . ____ more than 1000 
3. Nature of business : 
a
* public ut i l i ty f . trading 
b
 • bank ing _ service 
« transportation h‘ insurance 
retail ing i • others — 
e. manufactur i ng 
4. Does your company currently employ graduate trainees? 
a. ‘ Yes (please proceed to PART II ) 
b . No (complete PART I only) 
5‘ The reasons for not recru it ing graduate trainees is/are: 
Never heard of this scheme / 
b. Too costly. 
c
-——Graduate trainees are not as productive as 
experienced staff . 
d‘ No job vacancies . 
e . Others : — 
End of Part I ― — 
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<PART II> 
6. Number af Graduate Trainees current1y in your company 
OblectIves of Graduate Trainee Scheme 
7. The objective(s) of recruiting Graduate Trainees is/are: 
a. to upgrade academic quality of employees in general . 
to enhance productivity. 
c . to develop the human resources for the society. 
d . to enhance company image. 
e . to develop the company's own managerial staff. 
f- to tackle the problem of the lack of experienced 
labour in the market. 
9* to f i l l up the managerial vacancies created by the 
braindrain and company expansion* 
h. — others : __ __ _____ — 
Duration and Content of the Graduate Trainee Scheme 
8
 * The duration of the Graduate Trainee Training Scheme is: 
a
- 0-3 months e. 19-24 months 
4-6 months f 2 5 - 3 0 months 
c : 7-12 months g. 31-36 months 
13-18 months h. others:—— 
9
- Please specify the sequence of stages of the training scheme 
by checking the box corresponding to each training activity. 
Stage 1st 2nd 3rd 4th 5th others 
a. Orientation period —p r-* 
b. Job rotation — 
c. Attachment to departments ‘ 
d. On-the-job training — 
e. Class room training 
f. Others 
g. Others — — 
10. Duration of each stage: • 
fl'2 3-4 j 5--6 [7-8 [9-1^11-1 2Toths 
w: week, m:month w lm w Pm ] w |m w (ifT w }m w |m 
a. Orientation period 
b. Job notation 
Attachment to departments 
d. On-the-job training ^ ^ “ ‘ 
e• Class room training 
f. Others ~ 
g. Others ::__ 
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Graduate Trainee Recru1tment 
11. PI ease RANK the following selection criteria, in recruiting 
Graduate Tra inees in order of i mportance. 
(The most important - 1, and so on.) 
a. . Proficiency in English (written & oral ) 
b . Proficiency in Chinese (written) 
c . Breadth of knowledge 
d- Analytic skil ls 
e. Presentation sk i l l s ' 
f* Appearance 
9 • Academic results 
h . Relevant experience 
i . others ___________ —„ __ — — —„ 
j « others ^ —— — ——— —— — _ — 
12‘ What recru i tment act ivi t ies are applicants required to take 
part in … 
a
• Submission of let ter resume f, 2nd interview 
Submission of application form g. 3rd interview 
c
‘——written test h ‘ Aptitude test 
Assessment centre i.— O t h e r s — — 
e. 1st interview ————— 
13* The minimum academic qualificationCs) required for the 
Graduate Trainees is/are: 
•^ post secondary education 
b. diploma 
c* bachelor degree (local ) 
bachelor degree (overseas) 
e. post-graduate degree 
f • others : — — 
What is the average age of the newly recru ited trainees? 
a . 18-20 
b . 21-23 
c ‘ 24-26 
d . 27 and over 
15. How many years of post-graduate working experience does your 
company require applicants to have? 
a
* only fresh graduates are accepted 
b. , below 1 year ‘ 
c . 1-3 years 
d ‘ over 3 years 
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16. Who are involved in the recruitment team? 
a• personnel staff 
b* training staff 
c* concerned line department staff 
sen i or managers from al1 departments 
e. CEO 
f - others : —,…— — „„ 
Training Activities 
17
 - Please specify the % of time allocated to the following 
training activities by check ing the appropriate boxes. 
Time% None 1 20 21-40 41-60 61-80 81-100 
a. In-house training p 
b. External training — 
c . Others : — 
18
- Please specify the % of time allocated to the following in-
house training areas by checking the appropriate boxes. 
Time% None 1-20 21—40 41—60 61-80 81—100 
a* Management skills "T i — 
b. Interpersonal skills “ “ 
c‘ Operational knowledge ‘ 
d. Language 
e . Induction __ZIZZI • 
f ‘ Computer knowledge ""“ ^ 
9 . Others : “ 
In house & external training for trainees are given: 
(Please RANK. Most important - 1, and so on) 
to facilitate their picking up of specific job skills, 
as a kind of benefit to trainees. 
c- to enhance trainees, job satisfaction. 








 a s a
 standard practice of the scheme. 




20. The final placement of trainees is set: 
a. before recruitment* 
during the f i r s t half of the t ime of the scheme. 
in. the latter half of the time of the scheme. 
d. at the end of the scheme. 
e
‘ af ter the completion of the scheme. 
f . others: _ _  — 
21‘ Is there any career path un ique1y set for Graduate Trainees? 
a . Ye s 
b• No 
22
• What are the Graduate Trainees required to do in the final 
stage of the training scheme to be qualified for graduat ion? 
a
* Go through an intensive in-house training course. 
b
• Pass the final overall assessment. 
c
- Complete a final project, 
d. Others : ______________ 
23. What is the placement of the Graduate Trainees based on? 
a
.— The recommendat ions from Line Departments . 
b
- The recommendations from traiaing manager. 
c
 . The recommendat ions from personnel manager. 
d . Others : “ 
24* Once trainees have got the placement, their subsequent 
promotions are : 
a
‘ not guaranteed, but totally depend on the ir perform-
ance • 
b‘ normally faster than other s t a f f . 
c• normal 1y take 1-2 years . 
normally take 3-4 years. 
e
 normal ly take 5 years or more . 
25
*
 D o e s a
 trainee's wish have any influence on his final 
placement after tra ia ing? 
(Please CIRCLE the appropriate number.) 
Totally Very Very 
none l i t t l e Some Much Much 
1
 2 3 4 5 
79 
26. Please check the % of Graduate Trainees against the 
positions they have ever been promoted to after graduation. 
% of 
Trainees 0-20 21-40 41-60 61-80 81-100 
a . MD, CEO | | j j r 
b . Director 
c . Senior Manager 
d ‘ Manager ‘ 
e. Junior Manager • “ “ 
f» Senior Officer “ 
g. Officer . • ‘ 
h * Others: 
Performance 
H What is the average performance of the Graduate Trainees in 
your company? (Please CIRCLE the appropriate number.) 
Very 
poor Excellent 
1 2 3 4 5 
28
 •
 who is/are responsible for the Graduate Trainee Scheme? 
a . Line managers , 
b . Personne1 manager. 
c . Tra in ing manager. 
d . Others : 
29‘ How is the progress of individual Graduate , Trainees 
monitored? 
a
- By regular meetings with Graduate Trainees. 
By regular meetings with the ir line managers. 
By reports by Graduate Trainees. “ 
d
* By regular inspection visits. 
e * Others : ———„ _ _ 
3CK Is the salary scheme for Graduate Trainees unique to them 
only? 
a . Yes 
b . „ No 
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31• Their performance assessment is based on: 
•^ reports by personnel/training managers . 
b . reports by line managers. 
c . reports by Graduate Trainees* 
d . others: …—_ _ 
32* The ir overall contributions to the company during the 




1 2 3 4 5 
Status of Graduate Trainees 
33‘ What is the monthly salary of a newly joined Graduate 
Trai nee? ‘ 
^ Less than HK$5,000 f* HK$9,001 - 10,000 
b . HK$5,001 - 6,000 g. HK$10,001 - 11,000 
HK$6,001 - 7,000 h. HK$11,001 12,000 
d*——HK$7,001 - 8,000 i. More than 12,000 
e . HK$8,001 - 9,000 
34. On completion of the training scheme, what % of salary rise 
do they normally have? 
0 20% e.^  81 - 100% 
21-40% f• I : 101 150¾ 
—— 60% 151 200% 
80% h. Over 200% 
35. How many salary payments per year are there for Graduate 
Trainees 
12 d, 15 
1 3 e
• Others : 
c . 14 
36. What is the official t it le of the Graduate Trainees in your 
company? 
——Graduate Trainees c. Assistant Managers 
b. Management Trainees d. Others : 
•Hi mmm ^m





 scale of 10, rang ing from the most sen i or grades to the 
most junior, where are the Graduate Trainees positioned in. 
your company (Please CIRCLE the appropriate number) 
Most Junior Most Senior 
1
 2 3 4 5 6 7 8 9 10 
38_ The fringe benefits Graduate Trainees are entitled to 
include: 
^• housing al1owance / loan 
b . car 1 oan 
c . entertainment al1owance 
d . company club house membership 
e
• company recreational fac i l i t i es (e.g. company yacht 
and villas 
f- travel allowance (overseas) 
9. Others : ———, — —„ 
Scheme Evaluation 
39. What is the drop-out rate during / after training? 
During After 
Training Training 
a . 0¾ ^ ^ 
b . 1 - 1 0 % "" 
c . 1 1 - 2 0 % — 
d. 21 - 30% 
e. 31 - 40% 
f . 41 - 50% ” " 
g. 51 - 60% 
h. More than 60% 
40. The reasons of their resignations during / after the ir 
training include: ^ 
During After 
Tra ining Training 
a. better jobs in other companies, 
b* not satisfied with the salary. 
c. not satisfied with the job. 
d. further studies. 
e . emigration. 
f . others: 
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41* How successful do you think the scheme has been? 
(PI e3.se CIRCLE the appropr ia.te number*) 
Mot Very 
Successful Successful 
1 2 3 4 5 6 7 
PI ease expla in * … ― — 
42* The commensurate return on investment in the scheme has 
been: (Please CIPCLE the appropriate number.) 
None Very 
Much 
1 2 3 4 5 6 7 
43, How much modification do you think the existing Graduate 
. Trainee Scheme requ ires? (Please CIRCLE the appropriate 
number . * 
None Very 
Much 
1 2 3 4 5 6 7 
44
* Please explain what these modifications should be (if any). 
% 
45
 * Please specify the level of acceptance of the Graduate 
Trainee Scheme by the following staff by checking the 
appropriate box against each. ‘ 
Low
 High 
1 2 3 4 5 6 7 
a. line manage rs .. — 
b. graduate trainees " 
c . other employees , 
END 
THANK YOU VERY MUCH. 
Questionnaire No. 2 
(For Trainees ) 
Dear S ir/Madam : 
This is a research sponsored by the Institute of Training 
and Development on the Graduate/Management Trainee Schemes in 
Hong Kong. We are asking for your kind assistance in providing 
valuable information for this research‘ Please complete this 
questionnaire, which will take you only 10 minutes, and return it 
to us by 1st March by us ing the enclosed envelope. All informa-
tion will be treated in s t r ic t confidence and no identity of 
individual response will be disclosed. Research results will be 
presented in the form of summarized s ta t i s t i cs only. 
1. Are you satisfied with the following elements in your 
training program (Please check the appropriate boxes.) , 
Very Dis- Very 
satisfied satisfied NA 
1 2 3 4 5 
Involvement in important jobs f 1 
Appl icat ion of learned knowledge “ ~ ~ L 
c* Job rotat ion arrangement : — 
Attachment to other departments ~ 
e‘ Career development 
f . Salary 
9- Tra in ing opportunities — 
h . Pos i t i o n / s a t us 
i* Relationship with superv i sor( s — 
j . Relationship with col leagues “ 
k . Others : 
2. How much modification do you think the current scheme 
requires (Please CIRCLE the appropriate aumber.)
 ? 
Very 
None much NA 
1 2 3 4 5 
3. What suggestions would you 1 ike to make to improve the 
scheme ^ 
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Will you stay with the company dur ing/after training 
(Please CIRCLE the appropriate number.) 
Absolutely Absolutely 
no ye s 
a. Dur ing training 1 2 3 4 5 
b. After training 1 2 3 4 5 
5. How successful is the scheme in achieving its objectives? 
(Please CIRCLE the appropriate number.) 
Very Very 
‘ u n s u c c e s s f u l successful 




 successful is the scheme in achieving your objectives? 
(Please CIRCLE the appropriate number/) 
Very Very 
unsuccessful successful 
1 2 3 4 5 
7. What is your overal l comment on your company's 
Graduate/Management Trainee Scheme 
END 
THANK YOU VERY MUCH. 
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